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ABSTRACT 
Part of what makes family business is the intention of leaders to pass the business to the next 
generation. At the same time, there is a sobering fact that many family businesses do not make it 
through the first succession. Looking at the leaders, this study looks into the difference between 
family businesses that make it to the next generation and those that do not. Using multiple case 
studies, this study reveals that attitude toward conflict and benevolence boost confidence in 
succession process, which increases the likelihood of completing succession.  
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Introduction 
 Family business has long been focusing on keeping afloat. While all businesses can 
benefit from sustainability, family business is especially sensitive to break up (Brundin & 
Sharma, 2012). The literature repeatedly shows how family business survival is crucial not only 
for economic reasons but also for family unity (Chrisman, Chua, Pearson, & Barnett, 2010). This 
study extends the understanding of how succession works from the point of view of the 
incumbent leaders who are on the lead to succession, as leaders of both the family and the 
business. Research questions of the study are: 
• How does family business leader behaviors impact their own confidence in succession 
process?  
• Why does succession outcome depend on family business leaders?  
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 To answer the research questions, this study utilizes qualitative research technique using 
multiple case studies. The most frequently used qualitative research method in family business 
research, De Massis and Kotlar (2014) reckoned that case study made the most impactful and 
interesting academic papers, in theory building. De Massis and Kotlar (2014) added that case 
studies used creatively was a powerful methodology to understand family business in its unique 
environment. As such, this study is a combination of exploratory and explanatory case studies to 




 In family business, role conflict is inevitable. Because of the nature of the family and 
commercial logics intertwining and overlapping with one another, family and work 
responsibilities cause an individual involved in a family business to prioritize one over the other 
(Memili, Chang, Kellermanns, & Welsh, 2013). Lee, Zvonkovic, and Crawford (2014), however, 
argued that it is possible for an individual to balance the two roles as equally important. In 
addition to being able to view both roles as equally important, Kwan, Au, and Lau (2011) added 
that family business owners are better able to maintain their job satisfaction in the midst of 
conflicting roles, compared to owners of nonfamily businesses, because of the emotional 
supports provided by family members involved in the business.  
 
 According to Jaskiewicz, Heinrichs, Rau, and Reay (2015), the reason why many family 
businesses fail to complete intergenerational succession is because as a unit, the family fails to 
manage the two conflicting logics. In the study, the authors pointed out that family businesses 
consistently put one logics on top of another are more sustainable, although those putting 
commercial logics on top of the family logics are more likely to end up in buyout or 
professionalization.   
 
 While role conflict is inevitable in family business, the same group of people called 
family members living and working closely together on a regular basis causes interpersonal 
conflicts. Pieper, Astrachan, and Manners (2013) grouped interpersonal conflicts in family 
business into three categories, unresolved family conflict brought into the workplace, 
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generational conflict, and resistance to change. Many times, unresolved conflicts at home are 
brought into the workplace, causing family members to conceal the source of the problem and 
blame it on unrelated work problems. Pieper et al. (2013) suggested the involvement of family 
therapists when dealing with family business conflicts because business consultants do not have 
the expertise to deal with non-managerial problems.  
 
 Conflict of generational hierarchy occurs when the older members of the family asserts 
their power into the younger members, usually children or younger siblings. This problem is 
associated with authoritarian families where younger members are rewarded for compliance, to 
the point that they are unable to make their own decisions. Pieper et al. (2013) warned that 
conflict of generational hierarchy create problems upon succession, when younger members of 
the family could not carry out their responsibilities.  
 
 Resistance to change, also considered a type of relationship conflict in family business, 
takes place when the older generation leader is narcissist, fearing that the family business they 
have worked so hard on does well or even better under other leadership. Pieper et al. (2013) 
suggested that improving family cohesion maintained sustainability of both the family and the 
business.  
 
 On another study, Choi and Cho (2011) measured the impact of task conflict and 
relationship conflict in a group. In the attempt to explain the casual relationship between task and 
relationship conflicts, the study concluded that, while relationship conflict inevitably caused task 
conflict, task conflict does not always become relationship conflict. The key to keeping task 
conflict from becoming relationship conflict is the strengthening of trust. In a group where trusts 
among group members are high, task conflict does not become relationship conflict, whereas 
groups with low trust among members tend to have task conflicts to cause relationship conflicts.  
 
Benevolence 
 The term benevolence is used, over generosity and altruism to cover extensive acts of 
selfishness done by family businesses, family business top management teams, as well as family 
members as individuals. Generosity covers mostly financial provisions, and altruism in family 
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business often carries negative connotation associated with bifurcation bias where family 
members are treated with favoritism.  
 
 Van Gil, Dibrell, Neubaum, and Craig (2014) compared family and nonfamily businesses 
and concluded that family businesses were usually more involved in social issues, although they 
rarely had written code of conduct. The study added that family businesses with succession plans 
were more committed to the community than those without. Reay, Jaskiewicz, and Hinings 
(2015) supported the study in their comparisons of traditional versus lifestyle family vineyards, 
concluding that vineyards owned by traditional families are more likely to be involved in the 
community, whereas vineyards owned by families that only wanted to live the lifestyle are less 
likely to participate in the surrounding communities. In a similar twist, Delmas and Gergaud 
(2015) suggested that wineries with succession plans are more likely to take eco-certifications.  
 
 Campopiano, De Massis, and Chirico (2014) concluded that family firm philanthropy 
increased with family involvement. At the same time, Berrone, Cruz, and Gomez-Mejia (2012) 
challenged the finding through socioemotional wealth angle, proposing that philanthropic 
activities strengthens family control of the business and influence in the community.  
 
 According to Feliu and Botero (2016), family businesses shifted their philanthropic 
activities from provisions of basic needs like provisions of shelters and food kitchens to the 
eliminations of social symptoms such as lack of educations and art programs. Another change of 
philanthropic activities recorded in the study is reason behind it. In the past, family businesses 
were coached by their publicists to perform acts of altruism to seek good reputations, while in 
the present, family businesses are involved in philanthropic activities out of pure altruism.  
 
 While Feliu and Botero (2016) could not prove the actual motive of pure altruism behind 
family business benevolence, a study by Hubbard, Harbaugh, Srivastava, Degras, and Mayr 
(2016) compared MRI images of 80 subjects during acts of charity, to find that participants 
happier performing acts of benevolence than receiving personal gains, even when the acts are 
done anonymously or in private.  
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 Seen in a negative light, parental altruism is nevertheless an act of benevolence. 
Jaskiewicz et al. (2013) challenged the popular belief that nepotism was bad by distinguishing 
entitlement from reciprocal nepotism. The study argues that nepotism is not the problem. Rather, 
unreciprocated nepotism is. When reciprocal nepotism takes place, family businesses are more 
sustainable because nepots or the successors take the position of stewards. Eddleston and 
Kidwell (2012) provided similar conclusion, proposing that parental altruism can turn nepots into 
stewards of the family business when they have good quality relationships. Still, Verbeke and 
Kano (2012) challenged any idea of favoritism by concluding that family business with the 




 While professionalization has been on one end of the family business battle, family goal 
remains one of the most important measures in family business. In fact, without family goals, 
family business is just another business co-owned by two or more blood-related people. Family 
goal is crucial to the sustainability of family business that Stewart and Hitt (2012) proposed a 
middle ground between family and professional management, where professionals are hired from 
family members whose skills have been leveraged based on the needs of the business. In addition 
to countering the negative connotation associated with less than professional family business, 
Stewart and Hitt (2012) argued that family businesses rarely put proper human management 
procedures on family members because hiring process are simpler when potential employers 
know the candidates well.  
 
 From the macroeconomic point of view, family businesses with their lack of appetite for 
instant gratification and aim at sustainability keep the economy from crashing the way stock 
market is unable to (Credit Suisse, 2012). Berrone et al. (2012) added that without the 
responsibility to answer to outside shareholders, family businesses gains the advantage of being 
able to set its own pace and the freedom to focus on more important issues such as taking the 
time to groom successors, providing jobs for family members and making sure leadership 
transition does not happen until successors are ready. Hay Group (2012) calls family business the 
“building blocks of Asian economy”, reporting that over 70% Asian corporations are family-
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owned and controlled. In addition to endangering the economy at large, elimination of a family 
business will bring negative impact into the family relationships as well. Brundin and Sharma 
(2012) argued that family unity was one of the most important element that kept family in the 
business.  
 
 Using Socioemotional Selectivity Theory (SEST), Perry, Ring, and Broberg (2015) 
suggested that older family firms are more likely to trust family advisors than professionals. 
Socioemotional Selectivity Theory concludes that the older we get, the more we're are concerned 
about improving the quality of existing relationships, over enlarging the social circle. This theory 
is in line with the previously mentioned study stated that high trust groups do not translate task 
conflict into relationship conflict (Choi & Cho, 2011). This theory is proven by Salvato, Chirico, 
and Sharma (2012) on the Falck Group case study indicating its ability to resuscitate itself from 
the steel into renewable energy industry through the presence of family anchors that keep the 
family together during major transition.  
 
 On the other hand, Brundin and Sharma (2012) warned that the very family relationship 
keeping the family business together during tough time could also be responsible for destroying 
the business amidst conflict. Brundin and Sharma (2012) nominated family members with high 
emotional intelligence as the best candidates for family business leadership, because they will be 
able to dodge the emotional messiness of family business. The study named three different 
elements of emotional messiness, hybrid identities, psychological ownership, and psychological 
contract. Hybrid identities is the two identities of family members as family members and 
business owner/manager, which does not always agree in their goals. Psychological ownership is 
family member’s identity association with the business. Psychological contract is certain 
privileges that family members assume as members of the family.  
 
 To understand the importance of family goals and family unity, the literature agrees that 
family business failure is mostly the result of inability to manage family relationship, not 
management incompetence (Blumentritt, Mathews, and Marchisio, 2013). Blumentritt et al 
(2013) used game theory that family business leaders could use to predict how a potential 
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successor candidate would perform if appointed. The study named communication and quality 
relationship between predecessor and successor as the key to a successful leadership transition.  
 
 Another perfect example of the importance of family goal can be seen in Glover and 
Reay (2013) study on UK family farms. From the UK Department of Environment, Food and 
Rural Affairs, the study shows that many family farms in the country run on little to no profits. 
Their survival shows that profitability is not required for sustainability. Instead, compromising 
on business decisions, as a form of communication, keeps the family business running for 
generations because of the emotional attachments of family members to the business.   
 
Stewardship theory 
 Along with the Agency Theory, Stewardship Theory is the most widely used theory in 
family business study. Madison, Holt, Kellermanns, and Ranft (2015) in their review of 107 
family business scholarly articles in multidisciplinary journals between 2000 and 2014 reported 
that both theories can be used in both personal and corporate level in relation to firm 
performance. However, the theories disagree when it comes to how performance can be 
maximized. Agency Theory takes a more straight-forward approach of aiming to minimize costs 
in order to maximize profits. Stewardship Theory, on the other hand, adheres to the concept that 
the sense of belonging to the firm promotes trust and commitment from the employee that 
promotes competitive advantages of the family firm.  
 
 Stewardship Theory adopts humanistic model where commitment to the family business 
causes stewards to put the corporate needs over personal needs. Madison et al. (2015) argued that 
stewardship model is also effective for nonfamily employees through empowerment. 
Stewardship model can increase performance through participative management by encouraging 
employees to participate in the firm betterment.  
 
Theory of planned behavior 
 Theory of Planned Behavior was derived from Theory of Reasoned Action (Fishbein & 
Ajzen, 1975), which proposed that attitude and social norm can accurately predict intention that 
is later translated into action. In Theory of Reasoned Action, attitude measures an individual 
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favorability toward a certain behavior. Social norm refers to the perceived social pressure 
associated with performing the behavior in question. In the Theory of Planned Behavior, Ajzen 
(1991) introduced perceived behavioral control as a new variable. Perceived behavioral control 
assesses the level of difficulty in performing the behavior, based on previous experience as well 
as other knowledge. Intention is the gauge of motivation to perform the behavior in discussion, 
as a result of the combination of attitude, social norm, and perceived behavioral control 
associated with performing a certain behavior. As a general rule, the stronger the intention, the 
more likely the intended behavior will be performed.  
 
 In the context of family business, Theory of Planned Behavior has been used to measure 
intent for succession. De Massis, Sieger, Chua, and Vismara (2016) looked into different factors 
that influence family business leaders in their intent to perform succession. In the study, it was 
suggested that family business leaders holding sole or controlling ownerships of the businesses 
are more likely to perform succession when they have more children. Consequently, De Massis, 
et al. (2016) suggested that dispersed ownership reduced the intention. In addition to the number 
of children, the study also discovered that emotional attachment to the family business increases 
intent for succession.  
 
 While the study itself did not use Theory of Planned Behavior, in the attempt to explain 
why family businesses continue to appoint incompetent successor, Zellweger, Kellermanns, 
Chrisman, and Chua (2012) suggested that family businesses increase their perceived value when 




 The advantage of conducting a qualitative research study is there is no wrong way of 
doing it (Creswell, 2013; Ritchie, Lewis, Nicholls, and Ormston, 2013; Yin, 2011). The 
disadvantage of conducting a qualitative research study is, because there is so much flexibility, it 
is easy to dismiss a case study when it lacks rigor and quality. To avoid the dilemma, this study 
applies multiple validity and reliability measures, adhering to Creswell (2013).  
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 Validity in qualitative research refers to a properly collected data reflecting the real world 
situation (Yin, 2011). As Creswell (2013) pointed out, qualitative researchers are free to choose 
multiple validation methods to strengthen the result of the study that are the most convenient for 
the research settings. This study uses prolonged engagement, triangulation, member checking, 
and rich, thick descriptions for validation methods.  
 
 Prolonged engagement where interviewer shadows the participants in the effort of 
checking the accuracy of statements from the interview is related to triangulation, where 
different data collection methods are applied to come to the conclusion that collected information 
is accurate. In addition to prolonged engagement, triangulation includes field observation, both 
during the presence and absence of the main participants, and supporting interview with family 
members and key employees at the workplace.   
 
 Member checking is a validation mechanism where extracted themes are brought back to 
the participants for agreement, to make sure that researchers accurately describe the information 
provided by the participants. Member checking is also a mechanism to give reliability to the 
study. Rich, thick description is the main characteristic of qualitative study where findings are 
told in narratives rather than numerical data.  
 
 As pointed out earlier, qualitative study has a lot of freedom for creativity and 
customization, because it does not aim at generalization the way quantitative studies do. 
Nevertheless, qualitative study maintains its ability to apply analytical generalizability (Noble & 
Smith, 2015). Analytical generalizability refers to generalization based on the same 
characteristics, rather than statistical generalization. As such, findings of this study are applicable 




Family business leaders with positive attitude toward conflict have more confidence in their 
succession process 
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• Family business leaders with negative attitude toward conflict have less confidence in their 
succession process   
Attitude toward conflict describes how a family business leader reacts in the face of conflict. 
More often, attitude toward conflict is not related to the presence of conflict, but rather, the 
perception of conflict.  
 
Proposition 2 
Family business leaders who are more benevolent have more confidence in their succession 
process 
• Family business leaders who are less benevolent have less confidence in their succession 
process   
This study uses the term benevolence to cover both generosity and thoughtfulness toward the 
employees. As indicated in the study, benevolent leaders are more likely to have the loyalty of 
employees and family members for their ability to empathize and provide good working 
environments for everyone involved in the family business.  
 
Proposition 3 
Family business leaders who integrate succession into family goals have more confidence in 
their succession process 
• Family business leaders who do not integrate succession into family goals have less 
confidence in their succession process 
Family business leaders apply different methods of succession. Whereas some instill in their 
children from early ages that they will one day work for the family businesses, others prefers 
wait and see attitude, delaying succession talks until the children are older.  
 
Proposition 4 
Confident family business leaders are more likely to complete their succession process 
• Less confident family business leaders are more likely to prolong their succession process 
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While part of definition of family business lies in the intention to pass the business to the next 
generation, not all family businesses manage to complete their succession process and bring the 
business to the next generation leadership.  
 
Research protocols 
 Robson (2011) noted that qualitative study is known for its flexibility. While applying 
flexibility on the part of participants, data collection of this study carries around a set of protocol 
questions as a guideline: 
1. Attitude toward conflict 
• How do participants react to the idea of conflict?  
• How do participants manage next generation involvement in the family business?  
• How much freedom do next generation have in the business?  
• If any, why do some next generation family members choose not to work in the family 
business?  
2. Benevolence 
• How do participants reward employees?  
• What are employee retention plans in place?  
• How important are employees as firm asset?  
• How long have key employees worked for?  
• What kind of relationship do successor participants maintain with sibling shareholders? 
• What kind of social activities are participants involved in?  
• How generous are they? 
3. Family goals 
• Would participants sacrifice business goals for family goals?  
• How important is family to the participants?  
• When next generation is encouraged to join the family business, is it a pressure, as a form of 
payback to participants, or is it as a part of the team that works together for the good of the 
family?  
Institute for Management and Business Research (IMBRe) 




• How are participants’ personal relationships with the next generation?  
• What are the role of spouses and sibling shareholders in encouraging next generation to join 
the family business?  
• How much encouragement do participants offer next generation in making their own 
contributions to the businesses, despite potential losses or mistakes?  
• How much freedom is next generation allowed in the family business?  
• How much room for error is the next generation allowed in the family business? 
 
 In compliance to qualitative data collection, not all protocol questions are asked during 
the interview. Rather, it serves as a guideline for the researcher to figure out during the 
interviews with participants as well as other family members and key employees and during 
observations. Observations are done both in the workplace and family gatherings at home or 
outside of work to observe the interactions among family members.  
 
Participants  
 Participants to this study are obtained through purposive sampling. All participants have 
to meet the criteria set by the researchers. Participants have to lead a family business leaders 
intended to be passed to the next generation. At the same time, participants lead family 
businesses with sole or controlling ownership with the family. Another qualifying criterion to the 
participants is to have next generation family members involved in the business. The overview of 
participants can be seen in Table 1.  
 
Table 1 Participants’ Overview 
      
    Next Generation 
Participant Age Tenure Generation Total In the firm  
A 53 39 3 6 5 
B 61 30 1 2 1 
C 58 19 1 3 1 
D 68 40 1 6 4 
E 71 36 1 5 2 
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F 74 52 8 1 2 (one son in law) 
G 60+ 40 2 5 4 
 
 
 Participants consist of both founders and successors. Participants A, F, and G have 
themselves been successors, taking over family business leaderships from the previous 
generations. All successors are male. While all successors in the study are male, none of them 
was the likely successor. They all rose to the position by chance. Participant A led the family 
business when his father passed away and he was the longest tenured next generation. Participant 
F was hired into the business by his father-in-law when none of the next generation was 
interested in the funeral business. As a son of his father’s third wife, Participant G complied to 
his stepmother’s request to buyout his step siblings. While this study does not include female 
successors for inability to find nominees, the three unlikely successors serve as a replacement, 
proving that primogeniture is no longer the preferred type of succession mechanism.  
 
 Participants B and C are founder themselves, having been working in managerial type 
jobs. Participants D and E are the female founders. While Participants B, C, D, and E all started 
the family business out of needs to provide for the family, Participants D and E behave 
differently from Participants B and C during succession process, partly as a result of their gender 
roles   
 
 Data reached saturation at Participant G. While it is commonly known that sample size in 
qualitative research is smaller than quantitative, there is no guidance in the number of 
participants. Creswell (2013), along with other qualitative scholars, suggested that qualitative 




 This study focuses on the why and how of family business succession, from the point of 
view of the incumbent leaders. As the most influential actor in succession, family business 
incumbents’ confidence in succession process determines sustainability of the business.  
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Proposition 1 - supported  
Family business leaders with positive attitude toward conflict have more confidence in their 
succession process 
• Family business leaders with negative attitude toward conflict have less confidence in their 
succession process   
  
 Participants A, F, and G, all of whom are successors in their own respective family 
businesses have somewhat positive attitude toward conflict. In the workplace, Participants A, F, 
and G provide enough space for all interested next generation children. While all participants 
admit to mediating conflicts in the beginning, they are open to the idea that conflict happens as a 
consequence of next generation involvement in the family business. Being successors 
themselves, Participants A, F, and G have the advantage of experiencing succession process. The 
experiences allow them to be more comfortable giving some freedom to the next generation to 
practice their decision making muscles during succession process. At the same time, successor 
participants are aware of the reality of the possibility that none of the potential successor is 
interested or capable of taking over leadership, in which case, they have to appoint someone 
outside the family to run the business to keep it afloat.  
 
 Participants B and C have negative attitude when it comes to conflict. Both male 
founders admitted they are uncomfortable with the idea of leaving the workplace open for every 
interested next generation family members to be involved in. In fact, each male founder employs 
only one son in the family business. When asked to elaborate the reasons, they both mentioned 
that putting more than one child in the same space with overlapping responsibilities will end in 
internal conflicts. Consequently, they are more worried about the succession process, evident in 
the way both Participants B and C questioned the interviewer if they have made the right 
decisions for the succession process.  
 
 Unique finding on this proposition comes from female Participants D and E, whereas 
successor participants show positive attitude toward conflict within limit that they always 
attempt to solve conflict in the beginning, Participants D and E do not think of conflict as 
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something that hinders family business sustainability. Instead, they let conflicts develop and be 
solved freely by parties involved. While they responded to the question about conflict, 
Participant D and E did not get tense like other participants. In fact, their demeanors show more 
relaxed attitudes when dealing with interactions in the workplace. Whether or not it has to do 
with gender roles require further study. Regarding confidence in the succession process, female 
participants do not seem to have any pressure in ensuring business sustainability. Instead, they 
are more concerned that all the children are capable of providing for themselves.   
 
Proposition 2 - supported  
Family business leaders who are more benevolent have more confidence in their succession 
process 
• Family business leaders who are less benevolent have less confidence in their succession 
process   
 
 Participants D, F, and G show similar types of benevolence, in which all three treat 
nonfamily employees as part of the families. Participants D and G takes taking care of their 
employees as part of their job. Participant D has a dormitory building in the back of the 
warehouse for employees from out of town. In addition to that, informants shared that Participant 
D often holds a cookout for the employees. Participant D also makes personal loans available to 
increase the quality of lives of the employees. She noted that when her son purchased operational 
cars, she offered personal loans for her employees interested to purchase them.  
 
 Before one of the interview, Participant G spent the night caring for an employee in the 
hospital. When asked about it, he said that it was a privilege to be able to care for the employees, 
adding that somebody else would, if he did not. Having his brother as the managing director of 
the farming equipment manufacturing plant, Participant G uses his free time for social work. He 
is known as an advisor to various farming cooperatives as well as education foundations and 
religious organizations in Surabaya.  
 
 Participant F shows his act of benevolence through loyalty toward the employees, 
pointing out that some of his employees had their parents working for him. In the beginning, 
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Participant F was hired by his father-in-law to manage the company to let the employees keep 
their jobs when the casket industry stopped making money in the 1960s. Participant F kept the 
philosophy to this day. When his Taiwanese son-in-law joined the company, he made it a point 
to attend weekly meeting with him to make sure the employees were not offended. Another act 
of benevolence toward his employees is shown by distributing commission fee from various 
funeral services directly to the employees. Consequently, Participant F also provided his non-
shareholding brother who manages the family business and make sure he does not have to worry 
about providing for his family.  
 
 Like Participant G, Participant F is also involved in various social activities, such as 
being a member of nonprofit hospital foundation. In his social activities, Participant F often 
provided free caskets for the less fortunate families.  
 
 While Participant E did not share many stories about her benevolent activities, she told of 
how her employees’ habits of paying attention to the people hanging outside the office helped 
the police caught the criminals when her office was robbed. Being a money changer, her 
business never required a lot of staff. Nevertheless, her attitude of trust toward the employees 
shows her loyalty to them.  
 
 Participant A is the only successor participant who did not have a lot of social activities, 
although he pointed out that he was always trying to be loyal to the employees who were 
partially responsible for the next generation’s education.  
 
 Having been employees themselves, it was assumed that Participants B and C show 
benevolence toward their employees. Nevertheless, it is surprising how their only act of 
benevolence are shown in their employee referral program. Both participants agree that 
employees should be loyal to the employers, not the other way around. Consequently, as it was 
discussed in the previous section, Participants B and C are the most worried about their 
succession process, repeatedly asking the interviewer if they have made good decisions in 
dealing with succession. In fact, there was a period of time when Participant C admitted he was 
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clueless as to what to do with his two daughters, asking the interviewer if other family businesses 
share their wealth with the daughters. As such, this proposition is supported by the participants.  
 
Proposition 3 - rejected 
Family business leaders who integrate succession into family goals have more confidence in 
their succession process 
• Family business leaders who do not integrate succession into family goals have less 
confidence in their succession process 
 
 Having been through succession before, it is expected that Participants A, F, and G 
integrated succession to the family goals, to a certain degree. Both Participants A and G made it 
a point to the next generation since their early ages that they will one day be responsible for the 
family business. While Participant F is guided his only daughter to study mortuary science in 
college, his main intention was to equip her with a bright future, whether or not she would be 
involved in the family business. In his own words, Participant F pointed out that it was not fair 
for him, a person of the past, to draw the path for her daughter, a person of the future.  
 
 The female participants take a similar approach as Participant F, in which they are more 
concerned about raising the children to be able to provide for themselves, although they 
personally prefer to have the children succeed them. As such, proposition 3 is rejected, because 
Participants D and E show the highest confidence in the succession process. In fact, Participant 
D is the closest to completing her succession. At the point of the interview, her children are in 
charge of all elements of the business, although they respect Participant D’s decision as the 
founder who started it all.  
 
 As is customary, Participants B and C did not think about passing the business to the next 
generation until the businesses were substantial enough. In Surabaya, small- and medium-sized 
business owners prefer to lend capitals for the children to replicate the businesses as startups, 
rather than passing the existing business to them.  
 
Proposition 4 - supported 
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Confident family business leaders are more likely to complete their succession process 
• Less confident family business leaders are more likely to prolong their succession process 
 
 As mentioned before, Participants D and E, along with Participant F, are the most 
confident and relaxed about their succession process, due to their philosophy that they have 
raised the children to be able to provide for themselves, and thus, capable to take over the family 
businesses. Consequently, these participants are the closest to completing their succession 
process. Both Participants D and F have technically handed over handed over family business 
leaderships to their children, although they maintain presence in the workplace because of 
cultural resistance to full retirement. Likewise, the children respect their parents and continue to 
provide space and some authorities to the parents.  
 
 Due to co-ownership with his siblings, Participant G has more worries about his 
succession process, compared to Participants D, E, and F. Part of his worries are related to how 
the next generation may disagree because of their different upbringing. In comparison to 
Participants D, E, F, and G, Participant A are more worried about succession process. In addition 
to different upbringing of next generation family members from different co-owning parents, 
Participant A is also worried about the possibility of conflicts getting blown out of proportion 
when he no longer has the leadership.  
 
 Because of their negative attitude toward conflict that cause them to worry about any type 
of conflict among next generation family members, Participants B and C are not very confident 
with their succession process. As such, they attempt to prolong their succession process and 
maintain their authorities in the family business despite the fact that the children are capable of 
leading the family businesses. Thus, this proposition is supported.  
 
Conclusion and Recommendations 
 Previously, family business studies have pointed out the importance of having succession 
plan in place for family business sustainability (Salvato & Corbetta, 2013). This study, however, 
has challenged the literature in several ways. While succession plan is useful to have, for the 
family to aim at the same goal, it is not a prerequisite to sustainability.  
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 This study has brought several contributions to the field of family business. First of all, 
while the literature agrees that conflict is one of the main source of unsustainable family 
business, it has never looked at attitude toward conflict as an element that can determine the 
future of a family business.  
 
 This study has also contributed a new ground where benevolence is considered a support 
element of sustainability. The literature has looked into elements of generosity and altruism, but 
it never puts general benevolence to boost sustainability.  
 
 At the theoretical level, this study contributes to the literature in bridging the gap between 
intention and action using Theory of Planned Behavior. In the Theory of Planned Behavior, 
intention is proposed to be a good indicator of action. This study, however, shows that 
confidence and attitude are crucial indicators on predicting whether or not an intention will turn 
into action.  
 
 While this study covers an extensive area associated with family business succession, it is 
not without limitation. Adopting the study in a culture where inheriting a business is not the 
norm, this study may yield different result. In addition, children of participants in this study has 
limited amount of working experience. Using participants whose children have extensive 
working experience, the study may conclude differently. Future studies should look into the 
impact of culture in the succession process, as well as longitudinal studies to track how 
successors experience become as the new leaders.   
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